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CHAPTER I 
INTRODUCTION 
Many professional associations have established standards of com-
petency for persons engaged in their specific occupations. As a result 
of these established competencies, the people engaged in these occupa-
tions have been able to increase their knowledge, job skills, and 
proficiency in their occupational levels. They have also increased the 
status and salaries associated with their occupations. Most of these 
associations require a person to follow a planned training program 
which results ina satisfactory level of occupational proficiency that 
leads to registration, certification, or licensure. 
Certification is the process by which a professional 
organization or an independent external agency recognizes 
the competency of individual practitioners. 
Licensure, on the other hand, is a mandatory legal require-
ment for certain professions in order to protect the public 
from incompetent practitioners (1, p. 22). 
The American Dietetic Association (ADA) is one such organization 
that has an on-going.certification program for the members. The ADA 
has specific courses of study that must be completed in order to become 
a registered dietitian. The ADA also requires continuing education 
after the initial course of study has been completed in order to keep 
the member's registration current and valid. The registration of mem-
hers is similar to the certification of teachers in its objective 
of insuring knowledge and occupational proficiency. 
1 
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Some other examples of occupations that have a form of certifica-
tion or licensure are voc~tional nurses, registered nurses, plumbers, 
accountants, beauty operators, and barbers. While licensure is required 
by a governmental body such as a state or federal licensing agency, 
certification, such as the ADA certificate and the American Food Service 
Association(ASFSA) certificate, is voluntary. The purpose for certi-
fication or licensure is the improvement of the quality of work and the 
compensation the worker receives for his or her knowledge and skills. 
The school food service department is a major part of a school 
district budget. The continuing complexity of state and federal regula-
tions, the control of food and labor costs, proper nutrition, and 
adherence to sanitation regulations in the food service area all require 
a well-trained director or manager to maintain the standards set by the 
district and the state and federal government. 
A survey conducted in 1982 in several Pennsylvania school districts 
by Houser ( 2 ), school board member in Bellefont, Pennsylvania, 
indicated that the average wage for school food service directors with 
12 years of service ranged from $16,000 to $18,999, while the average 
beginning wage in the commercial food service area was $16,000. 
A group of largely underpaid school system employees 
have rallied during the recent funding crisis to cut food 
service costs to the bone. Many of these food service 
directors never were trained in any type of financial 
management skills required for this task, yet they have 
proved themselves to be thoughtful, conscientious managers 
of public funds. To keep these skilled people--and to 
attract new members of the profession with the appropriate 
managerial skills and credentials--! believe school boards 
must begin offering food service directors better salaries. 
Starting, say, tomorrow (2, p.JJ). 
In 1978, the American Sch0ol Food Service Association (ASFSA) 
established a certification program for school food service employees. 
The intent was to provide a training program to improve their salaries. 
Martin (3), Director of Local Systems Support Division, Georgia 
Department of Education, states: 
the single greatest need for advancement of the con-
cept of the model child nutrition program into a major 
force in the shaping food habits is the need for a sufficient 
number of appropriately trained personnel (p. 392). 
One means of assuring that school food service employees are 
capable and well trained is to provide school food service certifi-
cation. 
Problem 
Many school food service employees and school administrators 
perceive that the ASFSA certification training program may not benefit 
the employees in the acquisition of needed skills and may not benefit 
them in position advancement and salary improvement. The problem 
focuses upon food service employees and the recognition of the ASFSA 
certificate by the school administration as a valid indicator for 
employee advancement or salary improvement. 
Purpose 
This study seeks to determine how school food service employees 
and administrators perceive the value of the ASFSA certificate and how 
certification benefits the food servic~ employee. 
An effort was made to identify (a) the training programs avail-
able to the school food service employee, (b) the perception of school 
administrators of the value of the ASFSA certification, (c) the types 
of training the school administrator and employee perceived to be 
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necessary or valuable, and (d) the impact of certification acquisition 
upon the salary and/or advancement potential of the employer. 
Research Questions 
1. Which states have a training program available for the food 
service employee to obtain an ASFSA certificate. 
2. Does the school administrator feel that the ASFSA certificate 
is necessary or valuable for the employee. 
3. What types of training do the school district administrator 
and the employee feel are necessary or valuable? 
4. Does the receipt of the ASFSA certificate improve the salary 
or advancement potential of the employee? 
Assumptions 
The study had the following assumptions: 
1. The persons involved in this study were representative of all 
school food service employees. 
2. All responses were made voluntarily. 
Limitations 
The study had the following limitations: 
1. The study is limited to the number of responses returned. 
2. The responses were limited by participant understanding of 
the instrument and the adequacy of instrument design. 
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Definitions 
The following terms were used in the study: 
American School Food Service Association (ASFSA) - The non-profit 
professional association representing school food service personnel 
(4). 
Oklahoma School Food Service Association (OSFSA) - The non-profit 
professional association representing Oklahoma school food service 
personnel (5). 
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Certify - To endorse authoritatively as meeting a standard quality 
of preparation and training in a specific field. 
Certification - The process by which recognition is granted an 
individual who has met and continues to meet certain standards 
established by the ASFSA certification foundation. 
Continuing Education Credits - Recognition given for training 
sessions or activities approved by the OSFSA and ASFSA for becoming 
certified and/or maintaining certification. 
Director- The person who plans, organizes, and administers the 
food service program in a school system according to policies estab-
lished by the board of education. This person recommends policies, 
procedures, and directions, and is responsible to the superintendent 
of schools. 
Specialist The person who develops, supervises, and/or evaluates 
programs designed to improve the nutritional level of food service in 
schools and helps with nutrition education. This person is responsible 
to governmental or educational agency personnel. 
SchoolFood Service Manager -The person who operates a school 
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service program according to board policies, procedures, and methods. 
He or she cooperates with school staff members to promote the nutrition 
program's educational values. This person supervises and instructs 
food service personnel and maintains high standards of food preparation 
and service. He or ~he is responsible to the school food service 
director or other school administrators. 
School Food Service Assistant - The person who performs such food 
production and service activities as necessary for successful program 
operation. This person is responsible to the school food service 
manager or other administrative personnel (6). 
Summary 
Many occupations establish professional associations to improve 
job skills and salaries. One of these associations, the ASFSA, has 
such a program for school food service employees. However, the ASFSA 
certificate has not been,perceived as beneficial by school food service 
employees and school administrators. 
This study attempted to identify the types of training that the 
employee and school administrator felt were necessary and valauble, 
to clarify the school administrator perception of the impact of the 
ASFSA certificate upon employee salary and advancement potential, and 
to identify the benefits that the employee received after becoming 
certified by ASFSA. 
CHAPTER II 
REVIEW OF LITERATURE 
This chapter outlines and discusses some of the literature 
reviewed concerning ASFSA certification and its need and value to the 
school food service employee who becomes certified. 
Topics to be addressed are: 
1. Availability of certification training 
2. The need for training in school food service 
3. Philosophy of certification 
4. A brief history of ASFSA 
5. Requirements for ASFSA certification 
6. Requirements for OSFSA certification 
These subjects will be discussed in relation to certification in gen-
eral and ASFSA certification specifically. 
Availability of Certification Training 
Oklahoma has training programs available to the school food service 
employees that count toward ASFSA certification. In Oklahoma, as in 
many other states, the School Lunch Section of the State Department 
of Human Services has a summer training progra~ for people who work 
in all phases of school food service. These programs usually offer 
several levels of training and classes such as basic food production, 
personnel management, menu making, record keeping, basic management, 
7 
and various specialty production classes, such as meat preparation, 
baking, and salad and vegetable preparation (7). 
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The Oklahoma classes are partially self-funded with either the 
student or the student's school district paying the minimal class entry 
fee. The balance of the funding comes from the State of Oklahoma which 
furnishes the instructor and pays for the facilities where the classes 
are being held. The State of Oklahoma also provides funds for the 
necessary supplies and equipment for use by the class. The federal 
government partially reimburses the state for the supplies used and 
provides surplus food items for training purposes (7). 
The defined population in the State of Oklahoma is approximately 
1,500 school food service workers. This population may include people 
with little or no education and college graduates, workers from 18 
years to 70 years old and older, and those with no previous experience 
in food service to those workers with degrees and many years of 
experience. The classes are offered at several locations throughout 
the state and at various times during the summer in order to reach as 
many workers as possible each year. Upon completion of the summer 
workshops, the food service workers are given a certificate by the 
state showing the satisfactory completion of the specific course. Each 
workshop is worth the number of continuing education points allowed 
by the ASFSA toward certification. The rest of the continuing education 
points are earned by following the ASFSA Guidelines_· ( 7). 
The Need for Training in 
School Food Service 
On November 10, 1977, the 95th Congress passed the National School 
Lunch and Child Nutrition Act known as Public Law 95-166. The purposes 
of this law are 
• • • to amend the National School Lunch and the Child Nutrition 
Act of 1966 in order to revise the special milk program, 
to revise the school breakfast program, to authorize the 
Secretary of Agriculture to carry out a program of nutri-
tion information as part of food service programs for child-
ren under such acts, and for other purposes (8, p. 1325). 
Included in the program of nutrition information is the training 
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of school food service personnel to improve the quality and nutritional 
value of food served and reduce plate waste in the school lunch pro-
gram. The law also addresses the problems connected with program 
management, record keeping, menu planning, purchasing, and the training 
of all levels of employees such as cooks, managers, and directors. 
. . . many food service personnel have not had adequate 
training in food service management skills and principles 
and many teachers and school food service operators have 
not had adequate training in the fundamentals of nutrition 
or how to convey this information so as to motivate children 
to practice sound eating habits (8, p. 1340). 
This federal law resulted in the formation of the Nutrition Educa-
tion and Training(NET) program, the primary duties of which are to 
administer the federal funding and oversee the activities of the state 
training programs. The principle goals of NET are 
to provide children with opportunities to learn about food 
and nutrition and the relationship of nutrition to health, 
and 
to ensure the service of nutritious and acceptable meals 
in the child nutrition programs (9, p. 4). 
Among the many areas of educational needs addressed by NET, fund-
ing for the training of food service workers was included (See 
Figure 1). 
The job of training food service workers must take into consider-
ation the commonly-held assumption that most of the entry-level 
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employees coming into school food service have never held a prior job. 
~Nij'1.·f :·· ,} They frequently are housewives and mothers who have either finished 
.... ~ -!" C'j tfY'· 
'J·f'::_)t•1Y raising their families and want a part-time job to help supplement 
their income, or need to work where their hours are the same as those 
of their school children. Their cooking skills are usually geared to 
cooking for the family. 
Coming into a school kitchen that is producing meal,s for a great 
r number of students, using and caring for much larger and more complex 
. 'I" t' ~,,,'Vt tf. y /, ,_1, lj 'd-1' ff''"" I ,, 
rrl;<.rf'')1' equipment' and following good sanitation practices required by the 
health department often necessitates training for the new employees. 
On-going training is important in order to improve the quality, accept-
-----------~ -- ---. 
ability, and nutritional value of the prepared food. 
Due to the on-going changes in state and federal regulations 
concerning child nutrition programs, c~~:t:~n_u~n? __ e?ucation_ is a necessity. 
It is also necessary for these management personnel to keep 
accurate records, prepare nutritious and acceptable menus, purchase 
food and equipment, and control costs. These skills must be developed 
and improved by training. 
Purpose of Certification 
Certification can be taken to mean that persons certified for a 
specific trade can be considered to meet the standards set for their 
-- -----·------- -----------
respective trades by the agency or organization issuing the certifi-
cate. 
The Texas School Food Service Association monthly publication, 
The Lunch Bell,, stated that a state certification program should pri-
marily lead to better job performance and quality food in the child 
nutrition program. Also, to be gained from certification should be 
professional recognition. The third important benefit is personal 
achievement in salary increases, job advancement, and improved self-
image (ll). 
The general feeling of one state school lunch director was that 
training is important and should provide the employees 
• a better knowledge of their function, whatever it is, in 
the district. The purpose of certification is to certify 
the fact that they trained. Food service people in all 
categories need to be trained and certain standards set 
for training and to certify that those standards have been 
met would result in some form of certification (12, p. 179). 
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One state director felt that certification should result in some 
hiring a~~Dt~g-~~:a~s::~~} __ as provide emp~()yees with more pride and 
self-respect on the job (13). Both state directors agreed that certi-
fication training should be available to all job levels and that to 
have any meaning for the school districts the certification should be 
issued by the State Department of Education (12 and 13). 
The ASFSA feels that a training and certification program is very 
important to the school food service worker. According to ASFSA, 
The certification program is based on the premise that 
school food service personnel have a need for an improved 
professional status in the educational and general com-
munity. This professional growth begins by food service 
personnel taking pride in their job and it continues by 
commitment of school food service personnel to self-
improvement through continuing program provides an oppor-
tunity for recognition to school food service employees 
for their efforts in seeking improvement of self and of 
one's profession ( 4, p. 88). 
A Brief History of ASFSA 
The ASFSA was organized shortly after the passage of the National 
School Lunch Act in 1946, as a non-profit professional organization 
representing school food service personnel from, at that time, all 50 
states and the District of Columbia. 
The goals of the ASFSA are to: 
1. Maintain and improve the health and nutrition education 
of school children through nutritionally adequate and 
educationally sound, non-profit school food service 
programs, 
2. Work for the highest standards in nutrition and food 
service programs, 
3. Encourage and promote united efforts between school 
personnel and the general public that will assure 
every child an opportunity for adequate nutrition 
education and school food service, 
4. Encourage and develop the highest standard for school 
food service personnel by providing appropriate edu-
cational programs, 
5. Improve the well-being of Association members (14, 
p. 2). 
The certification program was developed in 1972 and approved by 
13 
the ASFSA board in 1973. During the first year, three states piloted 
the program and it is now recognized in all states and territories 
having child nutrition programs. In 1978, the responsibility for the 
certification was shifted to the School Food Service Foundation where 
it has now grown to over 20,000 certified school food service per-
sonnel (4). 
Requirements for ASFSA Certification 
The ASFSA certification requirements are determined by the 
applicant's job category, (1) Director/Specialist, (2) School Food 
Service Manager, (3) School Food Service Assistant. The first require-
ment, which is common to all of the job categories, is that the employees 
must have been employed in school food service one year before making 
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application for certification. 
For the Director/Specialist, 1} continuing education credit hours 
must be earned during the year. Certification for the Manager requires 
ten credit hours and for the Assistant, five credit hours during the 
year (15). 
Continuing education activities and their maximum certification 
points earned are: 
' V' 
'I (·J 
1. 
2. 
3. 
Local chapter meeting, m1n1mum one hour (which include 
an educational program or activity approved at the 
state level) of/by organizations on the approved 
sponsor list of the foundation ..............•..•..•. 1 
Workshops or organizations on the approved sponsor 
list of the Foundation (excluding lunch) •............ 2 
(half day, three hours in length) 
(full day, six hours in length) •.•.............•..... 4 
Teaching of professional growth/education programs at 
or sponsored by organizations on the approved sponsor 
list of the Foundation (First time only) 
(per hour taught) •........... · .......... • .............. 2 
4. State and national conventions of organizations on the 
" approved sponsor list of the Foundation (per day) .... 3 
5. College/University/Vocational School courses (per 
quarter credit hour earned) .•...•..........•.•..••.•. 6 
(per semester credit hour earned) •.•.•...........•... 9 
j 
6. High school or GED completion •.....................•. 5 
7. Credit for study group meetings or organizations on the 
approved sponsor list of the Foundation, where a 
meeting lasts a minimum of one hour, resulting in 
review and discussions of at least five articles pub-
lished in school and/or food service professional 
journals . ........................................... . 1 
8. Exhibits ....... (per year) ..............•...•........• 1 
All programs with the exception of college credit and/or 
a GED program must have prior approval of the School Food 
Service Foundation or its representative. (Bear in mind 
existing programs, e.g. those of ASFSA, are approved sub-
ject to a right of review by the School Food Service 
foundation (5, p. 1). 
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Certification is valid for a three year period. To be recertified 
a director/specialist must earn 45 continuing education credit hours; 
a manager, 30 hours; and a specialist, 15 hours. At this time, the 
cost of the three-year certification is: director/specialist, $15.00; 
manager, $10.00; and assistant, $7.50 (15). 
Requirements for OSFSA Certification 
The OSFSA has adopted the ASFSA certification requirements and 
since the ASFSS certificate is obtained through the OSFSA, an appli-
cant must first be a member of the state association. 
Basically, an employee must be employed in food service for one 
year before he or she becomes eligible to apply for certification. 
During the first year, the director/specialist must earn 15 approved 
continuing education credits, the manager, ten credits, and assistant 
five credits. The certificate, when earned, is valid for three years, 
during which time a director/specialist must earn an additional 45 
continuing education credits, a manager 30 credits, and an assistant, 
15 credits, in order to become certified (15). 
Approved continuing activities are: 
Chapter Meeting .•....•...........•..........•.....•... 1 
(Prior approval by certification committee) 
Educational part of program must be at least 
one hour in length) 
School In-Service 
1/2 day ......•..............•.•............•........ l 
Full day .....•.............................•.••..... 2 
District Meeting .•........•..............•.•...•...... 3 
State Convention 
1 day ..........•.......•............................ 3 
Both Days .......................•.........•.....•... 5 
National Conference - credits earned according 
to sessions attended listed in back of Conference 
Program 
State Sponsored Workshops 
(for each day attended) •.•.........•••.•.......•..•... 2 
OSFSA Seminars or Workshops 
(for each day attended) ••..•..•.•.........•....•...... 2 
College courses - submit credit hours earned to committee 
for individual consideration (5, p. 2). 
Conclusions 
Oklahoma does have a training program for school food service 
16 
workers that could lead to ASFSA certification. The need for training 
was recognized in the Nutrition Education and Training provision, 
section 42 USD, 1978, of PS 95-166, by pointing out that "many food 
service personnel have not had adequate training in food service 
management skills and principles (8, p. 13~). Also, most entry level 
employees have had little or no training when starting the job. 
Certification implies that standards of training and performance 
established by an agency 'of the state or professional organization 
have been met and that the certified person can perform his job with 
better knowledge and skill than before he received certification train-
ing. Certification should result in more self-pride and professionalism, 
better job opportunities, and, eventually, better pay. 
CHAPTER III 
RESEARCH DESIGN 
This chapter outlines the steps, procedures, and instruments 
that were used to gather data. It further established the population, 
the size of the population surveyed, and the statistical means used 
to interpret the data gathered. The purpose of this study was to 
identify the perceived impact of ASFSA certification upon the salary 
and advancement potential of school food service workers. 
Type of Research 
A survey was selected as the means of gathering the information 
for this study, due to the size of the population (678 certified 
school food service workers in 456 districts in the State of Oklahoma), 
and the length of time required to gather this information. "Organi-
zational surveys are a reasonable way to tap attitudes, opinions_, per-
ceptions, reactions to specific events, and information on developmental 
needs" (16, p. 6). 
This is consistent with the needs of this study, finding an 
answer to a specific question. 
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Population and Sample 
State and Territory School Lunch Directors 
To answer the first question about the availabilityof ASFSA 
certification training, a letter was sent to the 55 state and territory 
,, 
/ school lunch directors requesting information about their certification 
training programs (See Appendix A). After this information was 
gathered, Oklahoma was selected as a principal area in which to con-
duct the study. It has the ASFSA certification program and the infor-
mation needed to complete the survey was available. 
School Districts 
For the next part of the survey, questionnaires were sent to the 
school superintendents in Oklahoma to determine their attitudes about 
the need and value of their employees in every district having ASFSA 
certification (See Appendix B). The 456 school districts in Oklahoma 
were numbered and questionnaires sent to every second district. The 
number returned was 139, or 61 percent of the total sent. 
Food Service Employees 
The last part of the survey was taken from the school food service 
employees who were currently listed as certified during the 1983-84 
school year by the OSFSA. The ASFSA defines the following job cate-
gories in the school food service area: food service director, food 
service manager, and food service assistant. The survey form sorted 
the employees into these categories (5). Starting with the first name 
on the list of 678 certified members, every second member was sent a 
questionnaire. From the 339 questionnaires sent, 175 or 52 percent 
were returned. 
Instrumentation 
A questionnaire was designed by the researcher (See Appendix B) 
to obtain the information from the superintendents regarding their 
attitudes about the need and value of ASFSA certification for their 
food service employees. A second questionnaire, designed by the 
researcher (See Appendix C), was sent to the employees to determine 
the actual benefits, pay, advancement, or better job skills obtained 
from certification by the ASFSA. 
The questionnaire instrument was selected because 
The questionnaire is most frequently a very concise, pre-
planned set of questions designed to yield specific in-
formation to meet a particular need for research information 
about a pertinent topic. The information is attained from 
respondents normally from a related interest area (17, 
p. 10). 
The questionnaires were reviewed by two faculty members, a school 
superintendent, and two school food service employees to determine the 
relevance and clarity of the items. They were also given to the 
participants of two summer workshops. The participants consisted of 
36 food service employees, supervisors, and state consultants. 
Suggestions and comments were considered in the final draft. 
Data Collection 
School Districts 
The first questionnaire was sent to the public school superin-
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tendent who either answered it or passed it on to another administrator, 
such as the business manager or food service director. The partici-
pants were sent a two-page structured questionnaire, a cover letter 
explaining the purpose of the survey, and a self-addressed, stamped 
envelope. After three weeks, a follow-up survey was sent to the 
persons who had not responded to the first inquiry. 
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The participants were asked to give a response to one demographic 
question, the size of district. The last three questions determined 
attitude of the superintendent about the need and value of certifica-
tion and district willingness to help pay for the certification train-
ing. 
Page two of the district questionnaire concerned what training 
the employees may have already had and what further training they 
needed from the district's standpoint. 
School Food Service Employees 
The second questionnaire was sent to the school food service 
employees, currently ASFSA certified, in Oklahoma. These participants 
were sent a two-page structured questionnaire, a cover letter explain-
ing the purpose of the survey, and a self-addressed, stamped envelope. 
Another follow-up survey was sent to the non-respondents after four 
weeks. 
The participants were asked four demographic questions: their 
job title, years of service, population of district, and how long they 
had been certified. The last three questions dealt with the benefits 
they felt they had gained from being ASFSA certified and the help they 
received from the district in getting the training for the certifica-
tion. 
Page two of the employees' questionnaire asked the employees 
to identify what training they had received and what they felt they 
needed in future training programs. 
Data Analysis 
Availability of Training 
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The purpose of the survey sent to the 55 state and territory food 
service directors (See Appendix B) was to determine the type and 
availability of training available to school food service employees. 
These data were used to select the state in which to conduct the study. 
District Attitude Toward Certification 
The demographic data from the questionnaire sent to the superin-
tendent and directors was rank ordered by population of district to 
determine the correlation between the district population and the 
attitude of the district regarding the necessity and value of ASFSA 
certification. 
Employee Benefits from ASFSA Certification 
The data from the employee questionnaire were rank ordered by 
job title, years of service, and district population. A correlation 
was made between this demographic data and the pay increase and job 
advancement of the employees. 
Summary 
In this chapter, the sample population was identified as the 55 
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state and territory food service directors, public school superinten-
dents, and 281 food service employees in Oklahoma. 
The survey was the method used for the study and questionnaires 
(---. ___ . ___ _ 
were the instruments used to gather the data. 
The data analysis compared the number of employees who benefited 
to those who did not benefit from ASFSA certification. Correlations 
were made between those benefits and the district population and years 
of employee service. Also identified was the perception of the 
superintendent about certification. Correlation was also made between 
the district population and the perceived value and necessity of ASFSA 
certification. 
CHAPTER IV 
FINDINGS 
Training Programs Available 
The findings for the first objective were obtained from the results 
of an inquiry made by the researcher of the 55 state and territoP-y 
state directors (See Appendix A). Out of the 55 inquiries made, 37 or 
67 percent were returned. 
Ten states provided no training to their school food service 
employees. Twenty-one of the states had programs designed especially 
for school food service employees thaL were given by either local voca-
tional-technical schools or community colleges, and special summer 
workshops were given by 15 of the states. All of the training programs 
were available to all job-level employees and would qualify for points 
towards the ASFSA certificate. Certification in nine of the states was 
given by the State Department of Education. 
Because Oklahoma had a training program that would qualify for 
ASFSA certification, and the information needed to complete the survey 
was available, Oklahoma was selected as the state in which to con-
duct the survey. 
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District Perception of Need and Value 
of ASFSA Certification 
Two hundred and twenty-nine questionnaires were sent to school 
districts in Oklahoma. One hundred and thirty-nine were returned for 
a return rate of 62 percent. Of the 139 returns, 72 or 52 percent 
were from districts with one to 500 students, 44 or 32 percent were 
from districts with 50lto 1,000 students, six or 4 percent were from 
districts with 1,001 to 2,000 and 2,001 to 3,000 students and 11 or 
e~ght percent were from districts with more than 3,000 students (See 
Table I). 
Eighty of the questionnaires or 58 percent were completed by the 
district superintendent, 47 or 34 percent by food service directors, 
and 11 or eight percent by others, including cafeteria managers, prin-
cipals, and supervisors. 
Fifty-eight percent or 80 respondents felt that the ASFSA certificate 
~as unnecessary, 19 percent or 27 respondents had no opinion and 23 
percent or 32 respondents felt that the ASFSA certificate should be 
necessary. 
Forty-six districts or 33 percent felt that ASFSA certification 
for their food service employees was valuable to the district. Forty-
four or 32 percent felt that it was not valuable and 49 or 35 percent 
felt that it did not matter. 
Seventy-five percent or 104 districts would give their food 
service employees nothing as a result of their being ASFSA certified. 
Eleven percent or 15 districts indicated that their employees would be 
in line for a promotion, six districts or four percent would give 
---------------
their employees more pay and 18 districts or nine percent would give 
-- ~---- -- -- - ----
-------
TABLE I 
DISTRICT RESPONSE 
Questionnaire Respondents 
Superintendent 
Director 
Others 
School District Student Population 
"/ 
1 to 
501 to 
1,001 to 
2,001 to 
3,001 or 
500 
1,000 
2,000 
3,000 
More 
ASFSA Certificate Responses 
Necessary 
Unnecessary 
No Opinion 
J c1 ASFSA Certification Value 
l/ ljJ (jJ>- 1 Valuable l,J~J'Ir' "V_ . ../ Of No Value 
CfiJ 0~f 'f J Does Not Matter 
rJJ fY V'\ q ,v.fl" ASFSA Certification Benefits 
V( ~ e ~ j More Pay 
Better Position 
Both 
Nothing 
Percent of Respondents 
58 
36 
8 
52 
32 
4 
4 
8 
23 
58 
19 
33 
32 
35 
4 
11 
9 
75 
25 
26 
their employees a promotion and better pay. One district would pay 
------------
employee travel to meetings. 
The questionnaires were separated by district population and the 
results compared according to districts with one to 500 students, 
501 tD 100 students, 1, 001 to 2, 000 students, 2, 001 to 3, 000 students, and 
districts with more than 3,000 students. For statistical purposes, the 
other respondents were included in with the directors except in the 
districts with 2,001 to 3,000 students where two assistant superinten-
dents were included in the superintendent count. 
Question number three asked the respondents whether the ASFSA 
certificate should be necessary for their employees (See Appendix B). 
In districts with one to 500 students, 52 superintendents and 20 
directors and others replied. Eleven of the superintendents and six 
of the directors or 30 percent had no opinion about the necessity of 
the ASFSA certificate. Thirty-six or 69 percent of the superintendents 
and eight or 40 percent of the directors felt that it should be neces-
sary. 
Twenty superintendents and 20 directors and others responded from 
districts with 50lto 1,000 students. One superintendent and four 
directors or 20 percent had no opinion about the necessity of the ASFSA 
certificate. Fourteen superintendents or 58 percent and 11 or 55 per-
cent of the directors felt that the certificate was unnecessary while 
nine or 38 percent of the superintendents and five or 25 percent of the 
directors and others felt that it was necessary. 
Three superintendents and three directors responded from districts 
with 1,001 to 2,000 students. One superintendent and one director felt 
that the certificate was unnecessary. No superintendent or director 
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felt that the certificate was unnecessary. 
Two of the three superintendents and two of the three directors 
from districts with 2,001 to 3,000 students felt that the ASFSA certi-
ficate was unnecessary. One from each felt that it was necessary. 
No superintendent responded from the districts with more than 
3,000 students. Of the 11 directors responding one or nine percent 
had no opinion about the ASFSA certificate. Four or 36 percent felt 
it was unnecessary and six or 55 percent felt that it was necessary. 
Question number four on the district questionnaire asked about the 
value to the district for their food service employees having an 
ASFSA certificate. (See Appendix B). 
In the districts with one to 500 students, six or 12 percent of 
the superintendents and seven or 35 percent of the directors felt that 
the ASFSA certificate was valuable. Twenty or 38 percent of the 
superintendents and four or 20 percent of the directors felt that it 
was of no value and 26 superintendents or 50 percent and nine or 45 
percent of the directors said it did not matter. 
In districts with 501 tol,OOO students, 13 or 54 percent of the 
superintendents felt the ASFSA certificate was valuable and eight or 
40 percent of the directors agreed. Thirty-eight percent or nine 
superintendents and 30 percent or six directors felt that it was of no 
value and two superintendents or eight percent and six directors or 
30 percent felt that having the certificate did not matter. 
The three superintendents were evenly split among the ASFSA 
certificate being valuable, of no value, or "no opinion." 
All three directors felt that it did not matter whether their employees 
had the ASFSA certificate. 
Two directors and two superintendents felt that the ASFSA certi-
ficate was of value in districts with 2,001 to 3,000 students. One 
director and one superintendent each felt that it did not matter if 
their employees had received the ASFSA certificate. 
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In the districts with more than 3,000 students, seven respondents 
or 64 percent felt that the ASFSA certificate was valuable. Three or 
27 percent felt that it was of no value ?nd one or nine percent felt 
that it did not matter. 
Question five asked what benefits the district food service employees 
received as a result of being ASFSA certified? 
In the districts wi~h one to 500 students, one director or five 
percent and one superintendent or two percent answered that their employ-
ees received more pay. Two superintendents or four percent and three 
directors or 13 percent answered that their employees would be consid-
ered for advancement in their jobs. Three or six percent of the super-
intendents and two or ten percent of the directors answered that their 
employees received both a pay increase and potential job advancement. 
Only one superintendent or two percent rewarded the food service 
employee by paying their way to the meetings and 14 or 70 percent of 
the directors gave their employees nothing for getting the ASFSA 
certificate. 
No superintendents or directors in districts with 501 to 1,000 
students gave their employees a pay raise. Seven superintendents or 
58 percent and one director or five percent felt that the employee 
would be in line for an advancement. Three superintendents or 13 per-
cent and one director or five percent answered that the employees 
would get both a pay raise and an advancement. Fourteen or 58 percent 
of the superintendents and 18 or 90 percent of the directors gave the 
employees nothing for being ASFSA certified .. 
None of the superintendents or directors in districts with 1,001 
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to 2,000 students gave only pay raises or job advancements to their 
employees. One superintendent answered that his employees received both. 
All of the directors and two superintendents gave their employees 
nothing. 
The superintendents and directors in districts with 2,001 to 3,000 
students dllid not give their employees just a pay raise or job advance-
ment. One superintendent and one director said that their employees 
received both. Two of the superintendents and two directors gave their 
employees nothing. 
No superintendents in the districts with more than 3,000 students 
answered. Four or 36 percent of. the directors gave pay raises, two or 
18 percent considered a job advancement and four or 36 percent said that 
the district gave the employees nothing for their getting the ASFSA 
certificate. 
Employee Benefits 
Of the 339 employee benefits questionnaires sent to the certified 
food service employees, 174 were returned for a rate of 51 percent. 
Three respondents did not answer questions one through seven and are 
not included in the following statistics (See Table II). 
Eight percent of the respondents were directors, 45 percent were 
managers, 43 percent were.cooks, and four percent were others, includ-
ing cashiers and state consultants. 
All of the respondents had been in school food service more than 
TABLE II 
EMPLOYEE RESPONSE 
Questionnaire Respondents 
Director 
Manager 
Cook 
Others 
Years in School Food Service 
0 to 2 Years 
3 to 5 Years 
6 to 10 Years 
11 or More Years 
School District Student 
1 to 500 
501 to 1,000 
1,001 to 2,000 
2,001 to 3,000 
3,001 or More 
Certified Respondents 
1 Year 
2 to 5 Years 
5 or More Years 
Population 
ASFSA Certification Benefits 
More Pay 
Better Position 
Job Satisfaction 
Self Satisfaction 
Respondents' Expenses Paid 
Yes 
No 
All Expenses 
Part of the Expenses 
Percent of Respondents 
8 
45 
43 
4 
0 
19 
27 
54 
15 
15 
5 
7 
56/ 
/ Cl~ 
! 
2 
42 
56 
42 
15 
68 
73 
52 
48 
60 
40 
30 
two years. Nineteen percent or 32 had been in school food service 
from three to five years, 46 or 27 percent for six to ten years and 
54 percent or 93 for 11 or more years. 
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Districts with one to 500 students and 501 to 1,000 students each 
had 25 respondents or 15 percent. Thirteen or five percent were from 
districts with 1,001 to 2,000 students, 12 or seven percent from dis-
tricts with 2,001 to 3,000 students and 96 or 56 percent from districts 
with more than 3,000 students. 
Four persons or two percent of the respondents had been certified 
only one year. Seventy-one or 42 percent had been certified two to five 
years and 96 or 56 percent had been certified more than five years. 
More pay was received by 71 or 42 percent of the respondents; a 
better position was received by 25 or.l5 percent; 116 or 68 percent got 
more job satisfaction and. 125 or 73 percent got more self satisfaction 
from being ASFSA certified. 
Of the 89 respondents, 52 percent had expenses paid by the dis-
trict, 53 or 60 percent had all of their expenses paid for the certifi-
cation training and 36 or 40 percent had only part of their training 
expenses paid. 
Out of the 14 directors responding, two or 14 percent had been 
in school food service three to five years, four or 29 percent for six 
·to ten years, and eight or 57 percent for 11 or more years. None 
received an increase in pay or a job advancement. Two of the eight or 
25 percent with 11 or more years of service received both a pay 
increase and a promotion. 
Neither the one director from districts with one to 500 students nor 
either of the two from districts with 501 to 1,000 students received 
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a pay increase or possible job advancement. Three directors.or eight per-
cent responded from districts with 1,001 to 2,000 students and one or 
three percent received a salary increase, and one or three percent 
received a promotion as a result of being ASFSA certified. The single 
director from districts with 2,001 to 3,000 students received no addi-
tional pay or job advancement. Seven or 50 percent of the responding 
directors were from districts with 3,000 or more students. One or 14 
percent received an increase in pay and a promotion. 
Nine of the 77 food service employees or 12 percent had been in 
school food service for three to five years, 12 or 16 percent for six 
to ten years and 56 or 73 percent for 11 or more years. Three managers 
or 33 percent with three to five years' service received more pay and 
two or 22 percent received a better job. Nine or 75 percent with six 
to ten years received more pay and three or 25 percent received pro-
motions in their jobs. Of the managers with. 11 or more years of 
service, 20 or 36 percent received more pay and 11 or 20 percent advan-
ced in their jobs. 
Out of the 17 managers from districts with one to 500 students, 
five received more pay and one received a job advancement. From dis-
tricts with 501 to 1,000 students, eight managers or ten percent 
responded. Two or 25 percent received more pay and one or 13 percent 
advanced in her job. Three managers or four percent from districts 
with 1,001 to 2,000 students responded. Only one received more pay and 
and none received a better position. From districts with with 2,001 
to 3,000 students four managers or five percent responded. Two received 
better pay and one received a better position. 
Districts with more than 3,000 students received responses from 
45 or 58 percent of the managers. Twenty-five or 56 percent received 
better pay and 13 or 29 percent advanced in their job. 
Training Needs 
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Fifteen areas of training were suggested in the questionnaires 
sent to both the employees and the districts with the request that they 
be ranked as "non needed'~ "needed", or "have to have" (See Appendix B 
and C). The respondents were also requested to determine how well 
trained that they or their employees were by marking the questions; 
no training, trained, and well trained. 
Training in the first area, record keeping, was not needed by three 
or 15 percent of the directors, nine or 12 percent of the managers and 
33 or 45 percent of the cooks. It was needed by two or ten percent of 
the directors, 15 or 19 percent of the managers, and 19 or 26 percent 
of the cooks. Fifteen directors or 75 percent, 53 managers or 69 per-
cent and 22 cooks or 60 percent, felt that they had to have training 
(See Table III). 
Thirty-two or 23 percent of the districts felt that it was not 
needed, 47 or 34 percent felt that it was needed and 60 or 43 percent 
felt that their employees have to have record keeping. 
One director or five percent, six managers or eight percent, and 
52 cooks or 70 percent felt they had no training, nine directors or 
45 percent, 38 managers or 49 percent, and 17 cooks or 23 percent .were 
trained. Ten directors or 50 percent, 33 managers or 43 percent and 
five cooks or 70 percent were well trained in record keeping. 
Sixteen of the districts or 12 percent felt that their employees 
Survey Respondents/Question 
Directors 
Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Managers 
Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Cooks 
Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Districts 
Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
TABLE III 
RECORD KEEPING 
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Percent of Respondents 
15 
10 
75 
5 
45 
so 
12 
19 
69 
8 
49 
43 
45 
26 
30 
70 
23 
7 
23 
34 
43 
12 
53 
63 
35 
nad no training, 73 or 53 percent were trained and 50 or 36 percent 
felt that their employees were well trained and 50 or 36 percent felt 
that their employees were well trained in record keeping. 
Three of the directors or 15 percent felt that training in portion 
control was not needed. Nine managers or 12 percent and 24 cooks or 
32 percent felt the same way. Two directors or ten percent, 12 managers 
or 16 percent, and 17 cooks or 23 percent felt that it was needed and 
16 directors or 80 percent, 56 managers or 73 percent, and 33 cooks or 
45 percent felt that they had to have training in portion control 
(See Table IV). 
Thirty-four or 24 percent of the districts felt that training in 
portion control was not needed, 54 or 39 percent felt that it was needed 
and 51 or 37 percent felt that their employees had to have training in 
portion control. 
Two of the directors or ten percent, three managers or fourpercent 
and 19 cooks or 26 percent had no training. Seven directors or 35 
percent, 29 managers or 33 percent, and 32 cooks or 43 percent were 
trained in portion control. Eleven or 55 percent of the directors, 45 
or 58 percent of the managers and 23 cooks or 31 percent were well 
trained in portion control. 
Sixteen or 12 percent of the districts felt that their employees 
had no training, 78 or 56 percent were trained and 45 or 32 percent 
were well trained in portion control. 
Sanitation training was not needed by four or 20 percent of the 
directors, ten or 13 percent of the managers and 17 or 23 percent of 
the cooks. It was needed by two or ten percent of the directors, 13 
Survey Respondents/Question 
Directors 
_..~Not Needed 
·Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Managers 
Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Cooks 
-- Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Districts 
- Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
TABLE IV 
PORTION CONTROL 
36 
Percent of Respondents 
15 
10 
80 
10 
35 
55 
12 
16 
73 
4 
38 
58 
32 
23 
45 
26 
43 
31 
24 
39 
37 
12 
56 
32 
or 17 percent of the managers and.ten or 14 percent of the cooks. 
Fourteen directors or 70 percent, 54 managers or 70 percent and 47 or 
64 percent of the cooks felt that sanitation training was necessary 
(See Table V). 
The responses from the districts were that 21 percent or 29 felt 
that the sanitation training.was not necessary, 20 percent or 28 felt 
that it was necessary and 59 percent or 89 districts felt that their 
employees "had to have" sanitation training. 
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One or five percent of the directors, 13 or 17 percent of the 
managers and seven or nine percent of the cooks had no training in 
sanitation while nine or 45 percent of the directors, nine or 12 per-
cent of the managers, and 23 or 31 percent of the cooks had been trained. 
Fifty percent or ten directors, 72 percent or 55 managers, and 59 per-
cent or 44 of the cooks were well trained. 
Eleven percent or 15 of the directors of the districts said that their 
employees had had no training, 38 percent or 53 had been trained and 51 
percent or 71 felt that their employees were well trained in sanitation. 
Training in purchasing was not needed by three or 15 percent of 
the directors, 31 or 40 percent of the managers and 40 or 54 percent 
of the cooks. Two or ten percent of the directors, 22 or 29 percent 
of the managers, and 20 or 27 percent of the cooks felt that it was 
needed. Fifteen or 75 percent of the directors, 24 or 31 percent of 
the managers, and 14 or 19 percent of the cooks felt that they "had to 
have" training in purchasing (See Table VI). 
Training in purchasing was not needed in 46 or 33 percent of the 
districts, needed in 50 or 36 percent and the employeE?s had said "had to 
have it" in 43 or 31 percent of the districts. 
Survey Respondents/Question 
Directors 
--Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Managers 
~ Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Cooks 
.~-- Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Districts 
.-----Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
TABLE V 
SANITATION 
38 
Per~ent of Respondents 
20 
10 
70 
5 
45 
50 
13 
17 
70 
17 
12 
72 
23 
14 
64 
9 
31 
59 
21 
20 
59 
11 
38 
51 
Survey Respondents/Question 
Directors 
Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Managers 
--Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Cooks 
/-Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Districts 
-- Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
TABLE VI 
PURCHASING 
39 
Percent of Respondents 
15 
10 
75 
20 
40 
40 
40 
29 
31 
31 
42 
27 
54 
27 
19 
76 
22 
3 
33 
36 
31 
18 
50 
32 
Four directors or 20 percent, 24 managers or 31 percent, and 56 
or 76 percent of the cooks had no training in purchasing. Eight of 
the directors or 40 percent, 32 or 41 percent of the managers, 21 or 
27 percent of the managers and two or three percent of the cooks were 
well trained in purchasing. 
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The employees in 25 or 18 percent of the districts had no training, 
70 or 50 percent were trained and 44 or 32 percent were well trained 
in purchasing. 
Training in recipe adjustment was not needed by three or 15 per-
cent of the directors, nine or 21 percent of the managers, and 15 or 
20 percent of the cooks. Two directors or ten percent, 16 managers 
or 21 percent, and 21 cooks or 28 percent felt that training in recipe 
adjustment was needed and 15 or 75 percent of the directors, 52 or 
68 percent of the managers and 38 or 60 percent of the cooks felt that 
they had to have it (See Table VII). 
Thirty-one or 22 percent of the districts felt that training in 
recipe adjustment was not needed, 48 or 35 percent felt that it was 
needed, and 60 or 43 percent of the districts felt that their employees 
"had to have" training in recipe adjustment. 
One director or five percent, six managers or ten percent, and 11 
cooks or 15 percent had no training in recipe adjustment. Eight or 40 
percent of the directors, 27 or 35 percent of the managers, and 43 or 
58 percent of the cooks were trained and 11 or 55 percent of the direc-· 
tors, 44 or 57 percent of the managers, and 20 or 27 percent of the 
cooks were well trained in recipe adjustment. 
According to the districts, 14 or ten percent of their employees 
had no training, 79 or 57 percent were trained and 46 or 33 percent 
Survey Respondents/Question 
Directors 
- · Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Managers 
~ Not Needed . 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Cooks 
--.//Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Districts 
··"'Not Needed 
Needed 
Have to Have 
No Training 
Trained 
\~ell Trained 
TABLE VII 
RECIPE ADJUSTING 
41 
Percent of Respondents 
15 
10 
75 
5 
40 
11 
12 
21 
68 
8 
35 
57 
20 
28 
51 
15 
58 
27 
22 
35 
43 
10 
57 
33 
were well trained in recipe adjustment. 
Safety training was not needed by four or 20 percent of the 
directors, 12 or 16 percent of the managers, and 15 or 20 percent of 
the cooks. It was needed by two or ten percent of the directors, 21 
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or 27 percent of the managers, and 16 or 22 percent of the cooks. Four-
teen directors or 70 percent, 44 managers or 52 percent, and 43 cooks 
or 58 percent felt that they "had to have" safety training (See Table 
VIII). 
Twenty-eight of the districts or 20 percent felt safety training 
was not needed, 48 or 35 percent felt that it was needed, and 56 or 
48 percent felt that their employees' "had to have" safety training. 
Two directors or ten percent, six managers or eight percent, and 
eight cooks or 11 percent had no training in safety. Nine directors 
or 45 percent, 35 managers or 45 percent, and 38 cooks or 51 percent 
had been trained and nine directors or 45 percent, 36 mauagers or 47 
percent, and 28 cooks or 38 percent considered themselves well trained 
in safety. 
Among the school districts, 18 or 13 percent responded that their 
employees had no safety training, 65 or 47 percent stated that their 
employees had been trained, and 56 or 40 percent felt that their 
employees had been well trained in safety. 
Three of the directors or 15 percent felt that training in menu 
planning was not needed. Twenty-seven managers or 35 percent afid 
43 cooks or 58 percent felt the same. Five or 25 percent of the 
directors, 19 managers or 25 percent and 14 or 19 percent of the cooks 
consider that it is needed and 15 or 75 percent of the directors, 31 
or 40 percent of the managers, and 17 or 23 percent of the cooks felt 
Survey Respondents/Question 
Directors 
...-- Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Managers 
,_~ Not NeE!ded 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Comks 
---
,_- Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Districts 
,-.. Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
TABLE VIII 
SAFETY 
43 
Percent of Respondents 
20 
10 
70 
10 
45 
45 
16 
27 
57 
8 
45 
47 
20 
22 
58 
11 
51 
38 
20 
35 
45 
13 
47 
40 
44 
that they "had to have" training in menu planning (See Table IX). 
Thirty-four of the district~ or 24 percent felt that training in 
menu planning was not needed, 46 or 33 percent needed and 59 or 42 per-
cent felt that their employees."had to have it." 
Only one director or five percent had no training in menu planning 
and 22 managers or 29 percent and 46 cooks or 62 percent had no train-
ing. S1x directors or 30 percent, 29 managers or 38 percent, and 23 
cooks or 31 percent were trained and 13 directors or 65 percent, and 
26 managers or 34 percent and five cooks or seven percent were well 
trained in menu planning. 
Thirteen aistricts or nine percent felt that their employees had 
no training, 74 or 53 percent felt that the employees were well trained 
in menu planning. 
Training in cooking techniques was not needed by three OL 15 per-
cent of the directors, ten or 13 percent of the managers, and 18 or 
24 percent of the cooks. It was needed by two directors or ten percent, 
26 managers or 34 percent, and 22 cooks. Fifteen directors or 75 per-
cent, 41 managers or 53 percent and 34 cooks or 46 percent felt that 
they "had to have" training in cooking Techniques (See Table X). 
Twenty-seven districts or 19 percent felt that training in cooking 
techniques was not needed, 46 or 33 percent felt that it was needed and 
66 or 47 percent of the districts felt that their employees "had to 
have" training in cooking techniques. 
One director or five percent, eight managers or ten percent and 
ten cooks or 14 percent were not trained in cooking techniques. Ten 
directors or 50 percent, 40 managers or 52 percent and 47 cooks or 64 
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TABLE X 
COOKING TECHNIQUES 
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percent were trained and nine directors br 45 percent, 29 managers or 
38 percent, and 17 cooks or 23 percent were well trained in cooking 
techniques. 
Eleven of the districts or 89 percent felt that their employees 
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had no training, 72 or 52 percent felt that their employees were trained 
and 56 or 40 percent considered their employees well trained in cooking 
techniques. 
Four directors or 20 percent, eight managers or ten percent and 16 
cooks or 22 percent indicated that training in weighing and measuring 
was not needed. Two directors or ten percent, 21 managers or 27 per-
cent, and 17 cooks or 23 percent felt that it was needed and 14 
directors or 70 percent, 48 managers or 62 percent and 41 cooks or 55 
percent felt that they "had to have" training in weighing and measuring 
(See Table XI). 
Twenty-eight districts or 20 percent felt that training in 
weighing and measuring was not needed while 51 or 37 percent felt it was 
needed and 60 or 43 percent felt that their employees "had to have" the 
training. 
Three directors or 15 percent, five managers or six percent and 11 
cooks or 15 percent had no training in weighing and measuring. Seven 
directors or 35 percent, 34 managers or 44 pereent and 35 cooks or 47 
percent were trained and ten or 50 percent of the directors, 38 or 49 
percent of the managers and 28 or 38 percent of the cooks were well 
trained in weighing and measuring. 
Twelve of the districts or nine percent felt that their employees 
had no training, 71 or 51 percent felt that their employees were 
trained and 56 or 40 percent felt that the employees were well trained 
TABLE XI 
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in weighing and measuring. 
Management training was not needed by three or 15 percent of the 
directors, 13 or 17 percent of the managers and 47 or 64 percent of the 
cooks. It was needed by three or 15 percent of the directors, 15 or 19 
percent of the managers, and 12 or 16 percent of the cooks. Fourteen or 
70 percent of the directors, 49 or 64 percent of the managers and 15 
or 20 percent of the cooks felt that they 1'had to have" management 
training (See Table XII). 
Management training was not needed by the employees in 32 or 23 
percent of the responding districts; it was needed in 55 or 40 percent 
of the districtsand the employees had to have management training in 52 
or 37 percent of the districts. 
Two directors or eight percent, eight managers or ten percent, and 
60 cooks or 43 percent had no management training. Four directors or 
20 percent, 37 or 48 percent of the managers and 13 cooks or 18 percent 
were trained and ten or 50 percent of the directors, 32 or 42 percent of 
the managers and only one or one percent of the cooks had received 
management training. 
The district response was that 21 or 15 percent of the district 
employees had no training while 71 of its employees were trained and 47 
or 34 percent of its employees were well trained in management. 
Three of the directors or 15 percent, ten managers or 13 percent 
and 19 cooks or 26 percent felt that training in equipment use and-care 
was not needed. Two directors or 10 percent, 30 managers or 39 per-
cent and 22 cooks or 30 percent felt that it was needed and 15 or 75 
percent of the directors, 37 managers or 48 percent, and 33 cooks or 45 
percent felt that they "had to have" training in the use and care of 
TABLE XII 
MANAGEMENT/SUPERVISION 
Survey Respondents/Question 
Directors 
.... Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Managers 
Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Cooks 
Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Districts 
-~- Not Needed 
Needed 
Have to Have 
No Training 
Trained 
Well Trained 
Percent of Respondents 
15 
15 
70 
10 
20 
50 
17 
r9 
64 
10 
48 
42 
64 
16 
20 
43 
18 
19 
23 
40 
37 
15 
51 
34 
50 
equipment (See Table XIII). 
From the district point of view, 30 or 22 percent felt training 
in equipment useand care was not necessary while 58 or 42 percent felt 
it was neces,sary and 41 or 37 percent felt that their employees "had 
to have" it. 
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Two directors or ten percent, ten managers or 13 percent and seven 
cooks or nine percent had no training in equipment use and care. Nine 
directors or 45 percent, 34 managers or 44 percent and 52 cooks or 70 
percent were trained and nine directors or 45 percent, 33 managers or 
43 percent and 15 cooks or 20 percent were well trained in equipment use 
and care. 
Nine percent of the districts or 13 indicated that their employees 
had had no training, 75 or 54 percent felt that their employees were 
well trained in the use and care of equipment. 
Training in public relations was not needed by three directors or 
15 percent, 11 managers or 14 percent and 28 cooks or 38 percent. Two 
directors or ten percent, 41 managers or 53 percent and 22 cooks or 30 
percent felt that it was needed and 15 directors or 75 percent, 25 
managers or 32 percent, felt that they "had to have" public relations 
training (See Table XIV). 
Thirty of the districts or 22 percent felt that public relations 
training was not necessary while 73 or 53 percent felt that it was 
necessary and 36 districts or 29 percent felt that their employees "had 
to have" training in public relations. 
One director or five percent, 16 managers or 21 percent and 32 
cooks or 43 percent had no training in public relations. Ten directors 
or 50 percent, 44 or 57 percent of the managers and 28 or 38 percent of 
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the cooks had public relations training. Nine directors or 45 percent, 
19 managers or 25 percent, and 14 cooks or 19 percent were well trained. 
Forty-eight districts or 35 percent felt that their employees had 
no public relations training, 64 or 46 percent were trained and 27 or 
19 percent were well trained. 
Work scheduling was not needed by three or 15 percent of the 
directors, 12 or 16 percent of the managers and 38 or 51 percent of the 
cooks. It was needed by one director or five percent, 29 managers or 
38 percent and 11 cooks or 15 percent. Sixteen directors or 80 percent, 
36 managers or 47 percent and 25 cooks or 34 percent considered that they 
"had to have" training in work scheduling (See Table XV). 
Thirty-four districts or 24 percent considered work scheduling not 
necessary for their employees while 65 or 47 percent of the districts 
considered that training in work scheduling was needed. Forty districts 
or 29 percent stated that their employees "had to have" training in work 
scheduling. 
Two directors or ten percent indicated that they had had no training 
in work scheduling. Fourteen managers or 18 percent and 45 cooks or 61 
percent also had no training. Nine directors or 45 percent, 37 managers 
or 17 percent, and 17 cooks or 23 percent were trained while nine 
directors or 45 percent, 26 managers or 34 percent and 12 cooks or 16 
percent considered themselves well trained. 
The employees in 33 or 24 percent of the districts had no work 
scheduling training, 74 or 53 percent of the districts~reported that 
their employees were trained and th~y- had been well trained in 32 
districts or 23 percent. 
Training in merchandising was not needed by three directors or 
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15 percent, 20 managers or 26 percent and.46 cooks or 62 percent. It was 
needed by three directors or 15 percent, 37 managers or 48 percent and 
13 cooks or 18 percent. Fourteen directors or 70 percent, 20 managers 
or 26 percent, and 15 cooks or 20 percent felt that they "had to have" 
training in merchandising (See Table XVI). 
Forty-five or 32 percent of the districts felt that training in 
merchandising was not needed while 63 or 45 percent felt that it was 
needed and 31 or 22 percent felt that their employees "had to have" 
the training. 
No training had been received by two directors or ten percent, 
21 managers or 27 percent and 51 cooks or 69 percent. Nine directors or 
45 percent, 37 managers or 48 percent and 19 coGks or 26 percent were 
trained. Nine directors or 45 percent, 19 managers or 25 percent and 
only four cooks or five percent were well trained in merchandising. 
Twenty-seven districts or 19 percent felt that their employees 
had no merchandising training, 69 .or 50 percent felt that their 
employees were trained and 26 directors or 18 percent felt that their 
employees were well trained. 
Communications training was not needed by three directors or 15 
percent, 11 managers or 14 percent and 30 cooks or 41 pereent. It was 
needed by two directors or-ten percent, 30 managers or 40 percent and 
19 cooks or 26 percent. Fifteen directors or 75 percent, 36 managers 
or 47 percent and 25 cooks or 34 percent felt that they "had to have" 
it (See Table XVII). 
Twenty-seven districts or 19 percent felt that communications 
training was not needed by their employees. Seventy-one or 51 percent 
felt that it was needed and 41 or 30 percent felt their employees "had 
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to have" communications training. 
Two directors or ten percent, 16 managers or 21 percent and 35 
cooks or 47 percent had received no communications training. Eleven 
directors or 55 percent, 42 managers or 55 percent and 28 cooks or 38 
percent had been trained and seven directors or 35 percent, 19 managers 
or 25 percent and 11 cooks or 15 percent considered themselves well 
trained. 
The employees in 48 districts or 35 percent had no training in 
communications, 67 districts or 44 percent felt that their employees 
were well trained and 24 or 32 percent of the districts felt that their 
employees were well trained. 
A place in the questionnaire was left for respondents to suggest 
other training areas that they felt were needed. Some of the sugges-
tions were state and federal sohool lunch rules and regulatiens~ nutri-
tion; inventory control; budgeting; menu costing; first aid; C. P. R.; 
special courses on main dish, baking, salads, and vegetables; grooming 
and personal hygiene; and food storage, stress control and job-
simplification. 
The percentages in the above statistics were rounded off and may 
not total exactly 100 percent. 
Summary 
Availability of Training Programs 
Of the 37 responding states, 27 had training programs available to 
the state school food service employees which would count as training 
points toward ASFSA certification. At least one of the responding states 
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discontinued its training program due to the expense of implementing it. 
Because of available state training programs and~tae availability 
of information, the State of Oklahoma was selected as the state in which 
to conduct the survey of the perceived effects of the ASFSA certificate 
on the salary level and_:advancement opportunities of the Oklahoma school 
food service workers. 
Questionnaires were sent to school superintendents and food service 
employees requesting information about their present training needs. 
Two hundred twenty-nine questionnaires were sent to school superinten-
dents with 139 or 62 percent returned. Three hundred thirty-nine 
questionnaires were sent to certified school food service employees and 
174 or 51 percent were returned. 
District Perception 
The responses or 66 percent of the superintendents surveyed indi-
cated that the ASFSA certificate should not be necessary for their food 
service employees in order to get a pay increase or job advancement, and 
46 percent of the directors surveyed felt the same way. In districts 
with more than 3,001 students, 55 percent of the directors felt that the 
ASFSA certificate should be necessary for their food service employees. 
Thirty-three percent of the districts surveyed felt that the 
ASFSA certificate was valuable while 32 percent felt it was of no 
value and 35 percent felt it did not matter if their food service 
empl~yees had the ASFSA certificate or not. In districts with 2,001 
to 3,000 students, 67 percent of the superintendents and 67 percent of 
the directors felt that the ASFSA certificate was of value to the 
district. In districts with more than 3,000 students 64 percent of the 
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directors felt it was of value. 
Seventy-five percent of the districts gave their food service 
employees nothing as a result of completing ASFSA certification. In 
the districts with moPe than 3,000 students or 36 percent of their 
employees received nothing while 64 percent got a pay increase, job 
advancement or both. 
Employee Benefits 
From bhe employees responding to the survey, 88 percent were 
cooks and managers and 54 percent had been in food service 11 years or 
more. Fifty-six percent of these came from larger districts with more 
than 3,000 students. Fifty-six percent had been ASFSA certified for 
more than five years. The districts paid for all or part of the certi-
fication training for 52 percent of the employees. 
Forty-two percent of the respondents received better pay and 15 
percent received an advancement in their jobs. Sixty-eight percent felt 
better about their jobs and 73 percent felt better about themselves as 
a result of receiving their ASFSA certificate. 
Training Needs 
The training needs of the employees are specific to each job 
category, director, manager, or cook. The directors felt that all of 
the suggested topics were essential, while the managers and cooks each 
identified fewer and more specific needs (See Appendixes Band C). All 
groups felt that they were trained within the requirements of their 
particular job but that more on-going training was necessary. 
Among the 15 suggested subjects for training, the directors 
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considered them all as needed or that they "had to have" training in the 
subjects. The managers considered portion control to be their most 
needed subject, followed by sanitation, record keeping, management, 
recipe adjustment, weights and measures, and safety. The cooks' needs 
were recipe adjustment, weighing and measuring, cooking techniques, 
safety and sanitation. 
Some of the other possible subjects that were suggested were 
nutrition; state and federal guidelines; first-aid and C. P. R.; special 
courses in main dish, baking, salads and vegetables; personal hygiene 
and grooming; stress control; and job simplification. 
,,_.,.-1 
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CHAPTER V 
SUMMARY, CONCLUSIONS, RECOMMENDATIONS, 
AND IMPLICATIONS 
Summary 
In 1974 the ASFSA started a certification program to provide 
training that would improve the salary and professional levels of the 
food service employee. However, the value to the employee of having 
the ASFSA certificate has been in question. 
A survey was conducted to determine which of the states and 
territories made training available to school food service employees 
which would qualify for points toward ASFSA certification. From the 
states that made training available, Oklahoma was selected for a study 
of the perceived value of the ASFSA certificate. 
Questionnaires were sent to 456 school district administrators and 
to 339 ASFSA certified school food service employees throughout the 
State of Oklahoma. 
Of the district administrators questioned, 58 percent felt that 
the ASFSA certificate was unnecessary. Thirty-three percent felt that 
certification was of value to the district but 75 percent gave their 
employees nothing for being certified. The major exceptions to these 
findings were in districts with 2,001 to 3,000 students where 67 per-
cent of the administrators questioned felt that the ASFSA certificate 
was of value to the district, and in districts with more than 3,000 
63 
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students where 64 percent of the certified employees received a pay 
raise, promotion or both. 
From the 174 employees who responded, the main benefit was the 
self satisfaction of having earned the ASFSA certificate. Forty-four 
percent did receive better pay but the majority of these respondents 
were from larger school districts with more than 2,000 students. 
The directors considered all of the suggested training needs as 
necessary while managers considered portion control as the most needed 
and cooks felt that more training in recipe adjustment was necessary. 
Conclusions 
A manager or a cook in a district with more than 1,000 students 
... __ ----~--- ~--~- - ~--
stands a better chance of receiving a pay increase or job advancement 
as the result of obtaining the ASFSA certificate. Pay was also closely 
linked to years of service, but due to the limitations of the survey 
it could not be determined specifically if the pay increase was a direct 
result of having received the ASFSA certificate or of the time spent in 
the school district. 
The main benefit that all respondents received from having the 
ASFSA certificate was a better feeling about their job and more 
"---· ---- -·- .... 
self satisfaction because of receiving certification. 
Superintendentsand'directors in general did not feel that their 
employees needed the ASFSA certificate. That attitude was shared by the 
two state directors interviewed in Chapter II. Several superintendents 
commented at the bottom of the questionnaire that the state should be 
responsifule for the training andcertification of their food service 
employees. 
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Recommendations 
Considering that the ASFSA does not personally design and adminis-
ter the training required to become certified, its role should be that 
of an advisor concerning the training needs and as a coordinator to 
unify and standardize training programs among the various state school 
food service organizations. 
The OSFSA, in cooperation with the state school lunch division, 
should review the certification requirements and training needs for all 
levels of employee, director, manager, and cook. With the assistance 
of The Oklahoma State University School of Hotel and Restaurant 
,, 
PJ Administration, courses could be developed that would result in an 
, _,(1 v{/L~" 
/_(,)v ' ' '-' ;~il,)~//v""' employee receiving a certificate of training that would be recognized 
by school administrators when considering an employee's salary and 
advancement potential. 
The OSFSA needs to better fill the needs of the smaller school 
districts by providing a means for the one and two person clistricts to 
participate in training andcertification without necessarily having a 
local association. This could be done by pro~iding a training course 
that could be taken by correspondence. 
Another important role of the OSFSA should be that of communi-
eating with school administrators in large and small districtsthe value 
ofthe training and certification of their food service employees and 
the importance of recognizing this value in improved salarY. and promo-
tions for certified employees. 
Implications 
With the cooperation of the OSFSA, the ASFSA and the state school 
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lunch division, an on-going training program could be developed for all 
levels of school food service employees that would result in a certi-
ficate of training that would have more meaning to school administrators. 
This would have tae_effect of developing an employee growing in knowledge, 
improving his/her proficiency and job skills, and most of all increasing 
his/her status and salary in the field of school food service. A 
follow-up study could be made to determine if the certified employees 
were in fact better trained and more valuable to the school district 
than the noncertified employees. 
Another possible area of study would be to consult with the dis-
trict administrators about which services the ASFSA and the OSFSA could 
make available through the state school food service organization that 
might benefit their food service employees and therefore the district. 
Until the ASFSA and/or the OSFSA certificate means something to the 
school administration, it will not tangibly benefit the food service 
workers or the quality of the lunch programs for the nation's public 
school students. 
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APPENDIX A 
LETTER TO STATE AND TERRITORY SCHOOL 
LUNCH DIRECTORS 
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Richard Reed Chief 
Bureau of School Food Management 
New York State Education Department 
99 Washington Avenue 
Albany, New York 12210 
Dear Mr. Reed: 
November 10, 1983 
At this time I am working on a project for training school service 
workers as a graduate school thesis, and I am trying to gather all 
of the information that is available to use as reference material. 
Does your state have q formal training and/or certification program 
for the School Food Service employees? If so, would you please 
send me the follow~ng information? 
1. What level of employee do you have programs for? 
2. When is the training held? 
3. Where is the training held? 
'4, How long would it normally take for a student to finish 
all of the courses? 
5. What does the student receive after completing the course 
or courses? 
6. Does the successful completion of these courses affect an 
employees pay? 
7. The philosophy of your training program. 
8. The goals and objectives of the overall program. 
9. A list of courses or training offered. 
10. The goals and objectives of each course. 
11. Desired order in which courses should be taken. 
12. Course outlines. 
13. Any other materials you feel would be of assistance. 
14. How is your program financed? 
A. Does the State pay? 
B. Does the District pay? 
C. Does the individual pay? 
15. Who does the training? 
A. State consultants? 
B. Do you hire outside consultants? 
Thank you very much for your assistance. 
Sincerely, 
C~~ ()!_;;-- ;;~4'<- a-
VJames B. Hitchcock 
821 E. Pine 
Enid, Oklahoma 73701 
~~ ~~.K-e 
(h-'-'(f~ a.U( Vv--. F~ ~ 
(?~~ a:t-~ u.-
~~·~ 
~9(!){2J) 
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APPENDIX B 
SCHOOL SUPERINTENDENT QUESTIONNAIRE 
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Dear Sir, 
I am James Hitchcock, a graduate student at 
Oklahoma State University. As part of my masters 
thesis, I am conducting a survey as to the pre-
ceived value to your district and your food ser-
vice employees, of the American School Food Service 
Certificate of Training. 
I would appreciate you, or whomever is in 
charge of your food service department, assisting 
me by filling out the enclosed questionnaire and 
returning it to me in the enclosed self-addressed 
envelope by March 1, 1985. 
The information you send will be strictly 
confidential. 
Thank you in advance for your assistance! 
cere!~~ 
B. Hitchcock 
821 East Pine 
Enid, Oklahoma 73701 
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A survey of the value of training and certification for food 
service employees. 
Section 1 - Instructions: Place an X in front of the answer 
that you feel best applies to your school district 
and/or the needs of your food service employees. 
1. Your position? 
______ Superintendent Food Service Director 
______ Other (Describe) 
2. The student enrollment for your district is: 
--- 501-1000 1-500 
2001-3000 
1001-2000 
______ .More than JOOO 
3. Do you feel that the American School Food Service Association 
certificate should be necessary for your employees? 
Necessary ______ Unnecessary No Opinion 
4. What is your feeling about the value to your district 
for your food service employees to have the ASFSA Certificate? 
_____ Valuable Of no value I'oes not matter 
5. As a result of having as ASFSA certificate do your employees 
receive: 
Pay increase 
Potential job advancement 
Both of the above 
Othe;r (I'escribe) 
Nothing 
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Section 2 - Instructions: The following is a 
list of subjects 1n which your food 
service employees may or may not 
have had any training. In the first 
column list how often you feel each 
subject is needed, In the second 
column check hoN well trained your 
managers and/or supervisors are in 
each subject, 
1 • Record Keeping 
2. Forti on Control 
3. Sanitation 
4, Purchasing 
,2. ReciEe Use and Adjustment 
6. Safet~ 
?. Menu Plannil}g 
8, Cooking Techn~ues 
9· Weighi~g & Measuril}g 
10, Management/Supervision 
11. Use and Care of r<;guipment 
12. Public Relations 
u. work Scheduling 
14, Merchandising 
15. Communications 
16. Other (Write in other subjects you may 
need or in which you have been 
trained) 
- -
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Dear Fooa Service Employee, 
I am James Hitchcock, a graduate student at 
Oklahoma State University, As part of my studies, 
I am conducting a survey to,aetermine the value, 
to you, of your American School Food Service 
Certificate. 
Your assistance in filling out the question-
naire ana returning it to me in the enclosed self-
aaaressea envelope, by September 15, will be 
greatly appreciated, 
The information you give will be used as a 
major part of my masters thesis and will be kept 
strictly confidential. 
Thank you in advance for your assistance! 
Sincerely, 
James B. Hitchcock 
821 East Pine 
Snid, Oklahoma 7J701 
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A survey of the value of training and certification for 
school food service employees. 
Section 1 - Instructions. Place an X in front of the 
answer that applies to you and your school 
district. 
1. What is your job description? 
Food Service Director/Specialist 
Manager 
Cook 
Other (Describe) ________________________ __ 
2. How many years have you been in school food service? 
0-2 3-.S 6-10 11 or more 
), How many students are in your district? 
1-.SOC 
2001-)000 
501-1000 1001-2000 
more than 3000 
4. How long have you been ASFSA certified? 
1 yr or less 205 Yrs, ______ more than 5 yrs. 
5, By obtaining as ASFSA certificate have you: 
(Place an X in front of one or more answers) 
Received more pay 
Received a better position 
Felt better about your job 
Felt better about yourself 
6. Did the district pay for your certification training? 
yes no 
7, If yes in number 6 above, di~ the district pay: 
All or ______ Part ~f your expenses 
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Section 2 - Instructions: The following is a 
list of subjects in which you may 
or may not have had any training. 
In the first column check how 
important you feel each subject 
is. In the second column check 
how much training you have had in 
each subject. 
1. Record Keeping 
2. Portion Control 
3. Sanitation 
4. Purchasin.~< 
5_, Rec~e Use and Adjustment 
6. Safety 
z. Menu Planning 
8. Cookin~ Techniaues 
2_, Hei.~<hin~< & Measuri}1g 
10. Management/Supervision 
11. Use and Care of ~u~ment 
12. Public Relations 
l_J_, Hork SchedulinE 
14. Merchandising 
15. Communications 
16. Other (Write in other subjects you may 
need or in which you have been 
trained) 
Column 
1 
:~*!~ C.Cll 
:Z:(l) 
CIIP.rt 
(1) 0 
c. 
Cll ::I: 
c. $D q 
Cll 
Column 
2 
~ 8::E: 'i Cll $D 1-' 
rq .......... ::s $D g,::r 
.... 
::s $D 
.... .... 
~ ::s Cll c. 
I 
J 
I 
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